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Theoretical Framework
Literature on faculty life beyond the work role has focused on the general nature of work-family relationships, friendship patterns, and religious and political involvement [5, 16, 17, 19, and 48] . Because prior research has not examined specific mechanisms by which work and life away from work are related for academics or other professionals, this article draws on studies outside of higher education in developing a theoretical framework.
Reviews of research on the relation between work and life away from work [8, 21, 28, and 46] have interpreted results of studies from two different perspectives. One view has examined the relationship in terms of three hypothesized mechanisms for relating work to nonwork: spillover, compensation, and segmentation. A second perspective has focused on the relative contribution ofjob satisfaction to life satisfaction overall.
Formulation of the spillover and compensation hypotheses is generally credited to Wilensky [47] . The segmentation hypothesis is offered by other researchers as an alternative argument [12, 13, 42] . The spillover hypothesis proposes that experiences and/or feelings associated with work directly color or "spill over" to life outside of work and vice versa. The compensation hypothesis suggests an inverse relationship between work and life away from work. From this view, the individual compensates for disappointments in one domain (for example, work that receives little recognition) by seeking rewards in the other (for example, a satisfying family life). In contrast, the segmentation hypothesis proposes that the domains of work and life away from work are separate. Seeman [42] suggests that individuals actively attempt to keep the domains of their lives strictly segmented, while Dubin [ 12, 13] proposes that the structure of society separates various institutions that touch peoples' lives, such as work, family, and community.
In the second perspective contributions of work satisfaction to life satisfaction overall -the contribution is viewed as a part-whole relationship [6, 37] . Here, the assumption is that if job satisfaction contributes only a small percentage of the variance to be explained in life satisfaction as seems to be the case [40] -then the relatively greater portion of variance attributable to other sources of nonwork satisfaction (for example, with housing) suggests that, in the scheme of things, job satisfaction is a relatively unimportant source of life satisfaction. Conceptually, this perspective is rather different from the spillover/compensation/ segmentation hypothesis, because the focus here is on the contribution of satisfaction with one part of life (that is, the job) to life overall. However, the two perspectives are complementary. If spillover between work and life away from work satisfaction is high, as may be the case in some subgroups of the population [37] , such as university faculty, then work satisfaction should contribute a greater share of the variance which can be explained in life satisfaction than would be true for the general population, and the mechanisms by which work and life overall are related may be more clearly dissected.
The implications of research from both perspectives are of potential importance. If, in fact, work and life away from work are not strongly related, then efforts to improve the quality of work life may be of limited value, because they will have little effect on the overall quality of life. Likewise, if life away from work has little influence on work, then this would call for a rethinking of the design ofjobs and organizations, and expectations associated with them.
One possible explanation of early results is that research has focused primarily on a broad cross-section of the population. By aggregating scores from dissimilar subgroups this research may have failed to identify cases of spillover [31, 38] . If spillover can be found in some subsamples, then the variables that influence its development might be specified. It appears that the problem requires different research strategies. The present study looks at the possible ways in which work and life away from work are related among university faculty members -a subsample in which spillover would be most likely. One previous study found support for the spillover hypothesis by focusing on a unique sample: blue collar workers in a small isolated Canadian town [26] . Such research has not focused on academics or other professionals. If spillover is not found in a sample of faculty, then we might wonder whether it exists at all. If spillover does appear, then we may be able to determine conditions under which it is likely to arise and its impact on faculty lives and, in particular, on life satisfaction overall.
An Institutional Study
Earlier research [27, 31, 33, 39] has suggested the model of interrelationships between work and life away from work portrayed in figure 1. In this model, both work and nonwork characteristics are viewed as causes of work and nonwork satisfaction. Spillover may occur in one of two ways [15, 31] . First, job characteristics may influence levels of nonwork satisfaction, and nonwork characteristics may influence levels ofjob satisfaction. This would represent a case of spillover of activi- ties. A second form of spillover may occur if nonwork satisfaction influences levels of job satisfaction, or vice versa. This would represent a case of spillover of feelings. We believe that spillover between work and life-away-from-work satisfaction should, in turn, increase the indirect contribution of work satisfaction to life satisfaction, as mediated by nonwork satisfaction [27] . Guiding our inquiry into the degree of correlation between work satisfaction and overall life satisfaction are four propositions. First, we predict that the correlation between job and life satisfaction will be greater for faculty members than for the general population. This prediction is based on the assumption that work is more central to the lives of faculty than it is to the broad population.
Beyond this, research has suggested that spillover may be somewhat lower among women, thus reducing the contribution of job satisfaction to life satisfaction. A review of literature on the relation between work and life satisfaction indicates that preliminary research has identified several potential moderator variables (for example, education), but that the only moderator variable consistently found to affect the relationship is gender [40] . Studies concluded that work satisfaction is more strongly related to life satisfaction for men. It is generally assumed that the reason for the difference is that work is less important for women; therefore, the correlation between work and life satisfaction would be expected to be lower for women [38] , suggesting less spillover. Studies of job satisfaction of women academics show an inconsistent pattern. Women scholars were found to be significantly less satisfied with theirjobs than male academics [ 16] , but in one study this appeared to be confounded with pay satisfaction [23] .
Unfortunately, gender may be confounded with other variables as well. The effects ofjob level were not controlled in most gender studies; a study of men and women holding comparable professional status or rank might be expected to produce different results. Results from more recent studies are less likely to show a gender effect than earlier research, suggesting that satisfaction with work has become as important to women as it traditionally has been for men [4] . The finding of gender effect may also have been an artifact of the methodology used. Thus, we propose that the correlation between job and life satisfaction will not be significantly higher for male faculty members than for female faculty members.
Likewise, we would expect spillover betweenjob and nonwork satis-faction to be no greater among male faculty than among female faculty. With discriminant analysis of different spillover and compensation patterns, Kabanoff [21] found that supplementary compensation (a pattern of low work enrichment combined with high leisure enrichment) was more likely among women than men; furthermore, active spillover (highy enriched work and leisure activities) was also more common among women. Similarly, Champoux [8] found higher levels of spillover among women with broad job scope and high need for achievement. In light of conflicting results, we predict that gender will be unrelated to the incidence of spillover between work and aspects of life away from work. Finally, one might argue that the additional pressures and stresses experienced by junior faculty compared to senior colleagues might produce great, albeit negative, spillover within this group. Sarason [41] has suggested that commitment to a single professional career for the course of one's life can create a sense that life without that career would be unimaginable. To young faculty, who have invested time, effort, and ego in developing skills not easily transferable to other careers, the threat of failure (for example, failure to obtain tenure) may seem severe. Conflicts between career aspirations and family or personal considerations (dual careers, small children, civic interests) seem likely. Coupled with an economy that makes the chances for success less than at any time in recent decades, the stress especially on junior faculty and the corresponding negative spillover must be important. As a result, we predict that rank will be inversely related to spillover between work and aspects of life away from work; as faculty become more senior it is expected that they will feel both the freedom and pressure to engage in compensation or segregation.
Note that we do not expect work and life satisfaction to be less highly correlated among junior faculty than among advanced faculty. Rather, we would argue that work satisfaction should be correlated with life satisfaction for both groups, although perhaps for different reasons. Among junior faculty, we would speculate that both job and life satisfaction would be relatively low, referred to as "negative spillover" [ 15] . Among more senior faculty, we would expect bothjob and life satisfaction to be relatively high, resulting in positive spillover. Note, however, that the correlation between job and life satisfaction would be positive in both cases. Lacking previous research support we are hesitant to postulate a formal hypothesis on this point, but the findings concerning predicted differential levels of spillover should have implications for this argument.
Methods

Sample
To address the issues posed above, we obtained data from a sample of 1 12 faculty. Four academic units were selected to provide a variety of academic career experiences. Faculty were randomly sampled from within one department in the humanities, one in the natural sciences, and two professional schools, where faculty represented several disciplines. The sample was stratified by academic rank and sex, with approximately six women and six men from each of four categories per department: assistant professors, associate professors, full professors under age fifty and full professors age fifty and over. In two departments, the entire population qualified for participation; in the other two, a random stratified sample was selected. In some instances, an insufficient number of cases was available in the population (for example, female full professors). Twenty-one percent of the sample were assistant professors, 30 percent were associate professors, and 49 percent were full professors, percentages that approximate the full-time faculty population at the university studied. The ranks of lecturer, instructor, and administrator were removed from consideration. Seventy-two percent of the sample was male and 28 percent female. Because of limited information on women faculty [24] the sample was purposely larger than the 16 percent female faculty population.
Data Collection
The study employed two types of data: in-depth interviews followed by questionnaires. The interview guide consisted of ten open-ended questions that supplied a frame of reference for respondents, but put a minimum of restraint on their answers. Average time required for each interview was two hours. The interviews provided information on career choice, strengths and weaknesses, opportunities and constraints, transitions and aspirations, and the effect of life away from work on an academic career. The questonnaires were completed after the interview and provided more information on interests, preferences, and incentives, as well as work and nonwork satisfactions. Whereas the strength of the interview was the opportunity it provided faculty members for qualitative, in-depth discussion and formulation of individual perspectives, the questionnaire data permitted quantitative comparisons.
The interview schedule and questionnaire were pretested, revised, and piloted during December 1983 -January 1984. Interviews began in February, 1984 and were completed in September, 1984. One hundred of the 1 12 questionnaires were returned, for a response rate of 89 percent.
Measures
Life satisfaction. Following Campbell, Rodgers, and Converse [6] , life satisfaction was measured on the standardized average of two scores: (1) the standardized mean score on questionnaire responses to a ten-item semantic differential scale and (2) a general question on overall life satisfaction rated on a five-point scale (Cronbach's alpha = 0.83).
Job satisfaction. The measure of work satisfaction used in these analyses was based on the idea of facet-specificjob satisfaction, or satisfactions tied to particular aspects of thejob [36] . A scale ofj ob satisfaction was created based on questionnaire ratings of degree of satisfaction with the following: recognition within university, discipline, and society; opportunity to pursue scholarly and teaching interests; interaction with colleagues and students; personal autonomy; opportunity to impact others; enough time to do work; and financial rewards, including salary and fringe benefits. Satisfaction with each of these twelve items was rated on a five-point scale and scores were summed (Cronbach's alpha = 0.77).
Extensive studies completed by researchers at the University of Michigan [36] have included both general or "facet-free" measures of job satisfaction and "facet-specific" measures ofjob satisfaction, combined in one unweighted index. Because the facet-specific and facetfree measures have proved to be highly correlated [36] we relied on a facet-specific measure here, in the hope of obtaining the broadest possible reading of job satisfaction for each respondent. Given the substantial intercorrelation among the items (reflected in the reliability coefficient score of 0.77), it appears the use of facet-specific items does provide a broad measure of satisfaction. In addition, though the particular items included in our measure are obviously not generalizable to samples outside the university, they were identified as the critical variables in our pilot research. Happily, they are very similar to measures of specific satisfaction used in other research on university faculty [23] .
Nonwork satisfaction. Drawing on the work of Near, Smith, Rice, and Hunt [37] a scale of nonwork satisfaction was created by summing satisfaction scores on the following: community, health, neighborhood, friends, standard of living, career opportunities for spouse, lei-sure time, nonwork organizations, social interaction, house/apartment, housework/ yardwork, parents/ siblings, children, marriage/ current relationships, family life, and childcare options. These questionnaire items were rated on five-point scales (Cronbach's alpha = 0.81). As one method of measuring spillover indirectly, the correlation between nonwork satisfaction and job satisfaction was calculated. Spillover, compensation and segmentation. The two interviewers coded the way in which individuals related work and life away from work based on responses to the question: "How has life outside of work made an impact on your career (and vice versa)?" Overall coder reliability was checked across the sample on three interview questions. The average rate of agreement was 93 percent for the three questions, which were randomly selected and seemed representative of other questions on the schedule.
This strategy is somewhat different from that used by Kabanoff and O'Brien [20] , who asked respondents to describejob and leisure activities, which were then coded in terms of task attributes; this method avoids possible percept/ percept correlation between respondents' ratings of their work and leisure activities and their feelings about these activities. The method used here was selected instead because it allowed an assessment of spillover of feelings, as well as activities. In fact, we found that activities and feelings overlapped for most respondents. For example, some experienced the "lack of sufficient time to do my work" both as an aspect of their job and a source of stress. Both the activity and feeling about work could spill over, ripplelike, to life outside of work as respondents "stole time" from family or leisure activities and experienced more stress as a consequence.
A second benefit of this method was that it allowed us to examine actual spillover as experienced by the interviewee rather than possibly spurious correlation between two sets of activities. That is, a positive correlation between work activities and nonwork activities may arise by chance, not because one set of activities influences the other. With our method, only work and nonwork activities and feelings which directly influenced one another (that is, "made an impact") were coded as spillover.
Two assessments were made for each respondent. In the first, the interviewers classified individuals as to whether they primarily used spillover, compensation, or segmentation in relating work to family life. In the second instance, the interviewers categorized respondents as to whether they used spillover, compensation, or segmentation in relat-ing work to leisure life. Thus, individuals could be classified differently on the two measures, for example, as spillover with regard to familywork linkage and compensation with regard to leisure-work linkage.
For both measures the interviewers also indicated directionality (positive, negative, ambivalent). Positive spillover suggested that feelings (for example, stimulation) or activities (for example, reading) that spill over between work and family or leisure were considered positive. Negative spillover was coded when the feelings (for example, disillusionment) or activities (for example, time conflicts) that generalized between work and family or leisure were negative. Individuals who discussed both positive and negative spillover were coded as ambivalent. Compensation was considered negative by definition. Segmentation was coded as either positive that is, the respondent chose to segregate activities/feelings versus negative, when the respondent felt forced by outside pressures to segregate work and family or leisure life.
Data Analysis
In testing the hypotheses we examined zero-order correlations among the variables. We compared male and female respondents' responses and responses by rank using contingency table analysis.
Results
Findings affirmed our first three predictions but only partially supported the fourth. Correlations among variables are seen in table 1. We also examined differences in satisfaction associated with gender (table  2), rank (table 3) and classification as spillover, compensation or segmentation type (table 4), using a series of analyses of variance. Because the focus of this study was not on the specific types of satisfaction, but rather on the relationships among these types of satisfaction, these results were not directly pertinent to our research question. The Pearson correlation between job and life satisfaction was 0.64 (p<O.OOl), which is substantially higher than the average correlation of 0.31 found in over 200 examinations of the relationship [40] . A recent study [4] concluded that the national average correlation between job and life satisfaction, corrected for attenuation, was actually 0.44. Quinn and Shepard [36] , using a random stratified national sample, found a correlation between life satisfaction and facet-specific job satisfaction of 0.46. Thus the apparent spillover between work and life satisfaction is higher in this unique sample than generally would be expected, probably reflecting the fact that, for academics, work and life overall are interrelated.
The second proposition was also supported. The correlation between job and life satisfaction was significant for both groups but was actually lower among male faculty members (r = 0.54,p<0.001) than among female faculty members (r = 0.75,p<0.001), as seen in table 5. To test our third prediction, measures of spillover, compensation, and segmentation were examined indirectly and directly. In the indirect test, the correlation between job and nonwork satisfaction was examined separately for male faculty members and female faculty members. The correlation between job and nonwork satisfaction was 0.33 (p<0.005) for male faculty members and 0.55 (p<0.001) for female faculty members (see table 5 ).
In the direct test, respondents were categorized as using primarily spillover, compensation or segmentation, based on their comments during the interview. Recall that respondents were classified on these measures for each of two categories: work-family linkage and workleisure linkage. Contingency table analysis revealed no significant differences between male and female respondents on either of these two measures, as seen in table 6. It is notable that the vast majority of both men and women were classified in the spillover category for work- Chi-squared for work-family = 1.53, ns
Chi-squared for work-leisure = 1.95, ns
family linkage and work-leisure linkage. For most, in fact, work and life away from work formed a seamless web. One faculty member voiced the sentiments of many, "My avocation is my vocation. That is very unusual in society. The results of reading and thinking in the library often appear clearly during the walk from office to home." Because most respondents were in the spillover category, a closer examination of responses for that group seemed warranted. Results revealed no significant differences associated with gender in the kind of spillover (positive, negative, ambivalent) reported for the work-family linkage, as seen in table 7. While 50 percent of men and women faculty members reported primarily positive spillover between work and family or personal life, half described stresses in balancing time and commitment to family with career aspirations. Often, women felt compelled to crowd in career aspirations without letting anything else go. Said one single parent, "Between building a career and raising my son I often feel as though I have my finger in two dikes, desperately holding back one or the other tide. In this contest of loyalties there is tremendous pressure to yield to work." And academic men whose spouses were on career tracks faced the frustrations experienced by two-career families in a small university town with limited job opportunities and shared the fatigue of coping with work, housekeeping, and childrearing: "The situation with my wife is my single most critical concern. She has skills this university could use. I am reluctant to leave but our only other option is to commute -a strategy that will be incredibly difficult for both of us and our two young children." There were, however, significant differences associated with gender in the kind of spillover reported for the work-leisure linkage (see table  7 ). Women faculty were more likely to report negative spillover. Common worries were lack of social opportunities in a small community or need to curtail social and leisure activities (hobbies, exercise, civic activities) in order to advance the career. As one woman explained:
"Since I've come here I've worked all the time and I can't even remember activities I used to take great pleasure in, because it's so long since I've let myself do that. And I think I just decided that if I was going to get the security of tenure and achieve some prominance and respect in my field, I had to compete with the big boys the way the big boys competed. But I don't like particularly what it's done to me and I feel very strongly that I need some balance in my life."
Finally, we predicted differences in incidence of spillover associated with rank. In fact, contingency analysis indicated no significant differences in spillover of the work-family linkage by rank. There were, however, significant differences associated with rank in spillover of work and leisure (table 8) . Thus the support for this hypothesis was somewhat mixed.
In comparing results for these two analyses, the major difference appeared to be that fewer assistant professors reported work-leisure segmentation than work-family segmentation. Spillover was the mechanism reported in greatest incidence by all three ranks, although the percentage of assistant professors in this group was higher than among Chi-squared for work-family spillover = 0. 14, ns N = 84
Chi-squared for work-leisure spillover = 7.92 p < 0.05 Chi-squared for work-leisure linkage = 10.82, ns
other ranks for the work-leisure linkage. The only compensators appeared among faculty at the associate rank, although this was a very small group (three respondents). One such respondent observed:
My failure to be accepted as a full professor an equal has cost in pride, in a loss of respect and acceptance by my fellow faculty. In my department I don't feel as integrated. I'm discouraged and ill at ease. I'm hesitant to speak up because I won't be listened to. So I seek extra-departmental means for self-satisfaction. If I didn't have my outside interests I don't know how I'd survive.
Again, since most respondents were in the spillover category, we examined responses for that group. There were significant differences associated with rank in the kind of spillover reported for both the family-work and leisure-work linkages (see table 9 ). Assistant professors reported more negative spillover between work and family life than did associate and full professors. Junior faculty cited conflicts between time and energy for work and for spouses, children, dual careers, and commuter marriages. Assistant professors also expressed more negative spillover between work and leisure activities than faculty at other ranks. Lack of time and energy for exercise, reading, hobbies, social and civil activities were common concerns. A young faculty member expressed this difficulty vividly: "The toughest thing to do is a good job with a career that could consume all available time, pay attention to a spouse and children, publish or perish, teach well, lead an examined life, and keep out of debt."
Multivariate analysis was used to assess the possible effects of in- Chi-squared for work-family spillover = 11.23, p < 0.05
Chi-squared for work-leisure spillover = 20.85, p < 0.01
terrelationships among variables on the results. Results of discriminant analysis were comparable to those produced by the univariate analyses reported here [34] . We also examined correlations among the three interval level variables -job satisfaction, life satisfaction and nonwork satisfaction -by rank. These are shown in tables 10, 11 and 12.
Discussion
Evidence of spillover between work and life away from work has been debated on theoretical grounds [12, 21, 30, and 46] and on the basis of empirical results [8, 29, 32, 33, 38, and 39] . Perhaps the strongest case for spillover was made by Meissner [26] based on his study of workers in a small, isolated Canadian town, supported by studies that also suggested the possibility of individual differences [8, 15, and 20] . Conflicting results were produced by Rice et al. [38] , and Near et al. [31] however, who found no substantial evidence of moderator variables that might account for individual differences. The present study focused on a sample for which the spillover response was considered most likely, namely university faculty members in a small university town. We had also expected that the relationship betweenjob satisfaction and life satisfaction would be stronger for this group. In fact, this figure was substantially higher than in the general population. The implications of this finding are important for institutions of higher education. Despite individual differences, the high correlation between job and life satisfaction and apparent incidence of spillover between work and life away from work among faculty is of a magnitude that should not be ignored. The fact that academic work influences and is influenced by life outside of work should not be surprising, but it challenges the ways in which academic organizations function. Institutional structures and policies operate as though concerns about personal, family, and community life are separate from work life. These results show that the separation clearly is not being maintained and suggest the need to broaden the landscape and to consider an en-compassing view of the careers of faculty. In contrast to other research [23] , our data do not show that faculty are highly dissatisfied but many appear to suffer stress as a result of negative spillover between their work and lives away from work. Negative spillover of this sort has also been found to exist for business executives [ 15] . In both groups it seems likely to reduce performance at work and individual health, although this possibility has not been examined empirically. In any case, our concern here is not with facultyjob satisfaction, which has been found to be relatively high in some studies [16] and low in others [23] but rather with the relationship between job satisfaction and life satisfaction. The fact that we found a positive correlation between work and life satisfaction suggests that both are true: There are some faculty who are relatively satisfied with both work and life and others who are dissatisfied with both, a point which may be lost when scores from both groups are aggregated to produced "average" scores.
There are signs that institutions are beginning to realize that work and life beyond work are not isolated entities. Some faculty development centers attempt to integrate personal and professional growth through programs on such topics as financial, stress, and time management; intimacy; and the academic environment and family life [3] . But although a seminar might assist a few individuals, more benefits for more people will come from institutions rethinking their overall policies. Many faculty members in this study seemed to agree that the institution could assist them by being more flexible and supportive.
Advocacy at department and campus levels might take the form of more formal counseling for dual-career families, particularly new faculty, more flexible hiring policies for spouses, or formal affiliation in a department for academic spouses who have attained the highest degree in their field (for example, Affiliated Scholar). Such support might call for a relaxing of tacit or formal policies on nepotism, institutional inbreeding, joint appointments, and time limits for tenure. There was interest in more support for families such as temporary part-time status for childrearing purposes, a childcare information or referral service, more campus childcare facilities, "Cafeteria" benefits (for example, a childcare benefit option), more flexible leaves and sabbaticals (especially for pregnancy, for faculty with working spouses and families), and an employee assistance program (for example, personal, marital, financial counseling).
Beyond this, the results suggest that in this sample an important moderator variable, gender, has no significant effect on the use of spillover. In other words, mechanisms selected fot relating work and life away from work do not appear to differ between men and women faculty members. One explanation might be that such individuals hold similar values based on both the socialization process of graduate school and their relatively equal occupational status. Yet, studies indicate that gaps remain in pay, promotion, opportunities for grants and administrative posts between men and women in academia [16] , and that these may explain differential levels of satisfaction in other samples [23] .
Perhaps this finding tells more about the relative importance of work in women faculty members' lives. It may help to dispel notions that women are less involved with work and that it is less a central aspect of their identity. If anything, these academic women were more likely to report that they had foregone personal commitments and reduced leisure activities in order to advance their careers. Ironically, the use of such "strategies" to ensure career success may explain why negative spillover between work and leisure was higher among women. We would argue that if the proportion of married academic women continues to increase among the most recent female entrants [16] , it will probably intensify tensions (and negative spillover) between work and family roles. Our findings may also help to dispel the stereotype that for men, investment in work excludes commitment to personal, marriage, or family life. More male than female faculty members in this sample were married -many to spouses who were full-time professionals themselves -and had children. They expressed considerable concern about dual careers, commuter marriages, and childrearing. Among these academic men, work clearly influenced life away from work and in turn, personal issues affected the workplace.
Finally, as for differences in spillover associated with rank, most faculty members reported spillover as the mechanism for relating work to family and leisure life. The only faculty members who used compensation (making up for disappointments at work with satisfactions outside of work) were at associate rank, although this was a very small group. Among assistant professors, however, spillover was higher (and more negative) in the case of the work-leisure and work-family linkages. Certainly colleges and universities want to encourage new faculty to devote considerable time and effort to their careers. On the other hand they presumably do not want to foster an environment in which young faculty must ignore family and civil obligations in order to advance. It would seem that successful relations between personal life and professional work are of benefit to the individual, family, university, and society.
At a personal level, these young faculty members already employed a range of strategies for dealing with negative spillover between work and personal life [44] . General categories of coping strategies included (1) communication (for example, negotiating a constellation of issues with spouse and children such as assigning household tasks, communicating expectations for children); (2) organization (for example, anticipating stressful periods, planning ahead and staggering them with a working spouse, planning a back-up for emergencies or non-routine situations -sick children, car repairs); (3) support (for example, planning teaching schedules to have the same evenings free or have the same evenings booked for preparations and grading, looking for support outside of the family -hiring someone to tend a child, clean the house or rake the lawn); and (4) flexibility (for example, from taking turns picking up a child at preschool to advancing a career, setting more realistic self-expectations in terms of progress at work, childrearing, housekeeping).
It is obvious, however, that no personal coping strategy, or set of them, will be adequate in themselves to solve the problems as they now exist. The problems are not grounded exclusively in individual dedication, energy, and planning. These personal strategies make a difference but certainly not all the difference. The solutions require changes among the demands and values of disciplines and institutions as much as in the personal strategies of individuals. Although there is no clear evidence, some administrators -in industry even more than in academia -believe that addressing the changing needs of individuals and their families will yield advantages in recruitment, retention, productivity, and morale [11, 18] . If so, institutions of higher education need to assume a role in helping junior -as well as other faculty -to accommodate the competing demands of their careers and personal lives.
